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CHAPTER I 
INTRODUCTION 
Good teacher-principal relations are essential to the 
orderly and successful operation of any school. A successful 
and creative approach to a program of education can be achieved 
only if there is understanding and cooperation between teachers 
and the principal. This study assumed from its origin that 
teacher-principal relationships in St. Charles were generally 
affirmative. Thus this undertaking represents an attempt to 
improve good relations. This can be achieved through a careful 
assessment of the results of this survey and a subsequent effort 
to improve indicated areas of weaknesses. 
Statement of Problem 
This study is a report of the findings of an opinion survey 
involving teachers employed in the elementary schools (K-6) of 
district #303, St. Charles, Illinois. The survey was concerned 
with teacher feelings in regard to the professional relationship 
which exists between teachers and principals. 
More specifically, the study attempted to achieve the 
following objectives to determine (l) which characteristics 
1 
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are important £or success£ul principals in the elementary 
school; to discover (2) how teacher needs can be met through 
improved administration; and to derive (3) conclusions as 
to teacher-principal relationships in St. Charles. 
Procedure Followed in The Study 
This study arose from: (1) an awareness of the neces-
sity 0£ good teacher-principal relations and (2) reading in 
the field 0£ school administration in graduate courses. 
The method and procedure employed in the study began 
with a conference with the Superintendent of St. Charles 
Schools to discuss the intent of the survey and to receive 
his initial approval. Then, the questionnaire was constructed 
by using the text Supervision £or Better Schools by Kimball 
Wiles.1 The master copy was reviewed and approved by the 
Superintendent. Ditto copies were prepared and distributed 
to eighty elementary teachers (K-6) through the inter-school 
mail (see appendix B). An introductory letter (see appendix A) 
was attached to the questionnaire explaining the survey's 
purpose, requesting the cooperation of the teachers, and 
introducing the writer. A self-addressed, stamped envelope 
was included with the instrument to facilitate its return. 
The tabulation from the questionnaires was evaluated in 
an attempt to determine current teacher-principal relations in 
. !Kimball Wiles, su0ervision for Better Schools (New York: Prentice-Hall, Inc., 195 ), PP• 3-321. 
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St. Charles, and to obtain helpful information about the possible 
direction of future action. Also, the professional literature 
in the field of elementary teacher-principal relations was 
reviewed and the findings noted. 
CHAPTER II 
REVIEW OF THE DESIRABLE CHARACTEH.ISTICS OF 
TEACHER-PRINCIPAL RELATIONSHIPS AS 
REVEALED IN LITERATURE 
A Brief Historical Development of The Principalship 
No accurate information is available to indicate just 
when the term "principal" came into being. :Mentions are made 
of the teaching principal very early in educational literature. 
The term, principal, has changed graatly in meaning since first 
used and is changing continuously. The desirability of these 
numerous changes is recognized in terms of becoming professional 
in theory and in practice. 
The elementary school's increased enrollment established 
a need for a larger faculty. Moreover, larger buildings were 
needed to handle the larger enrollments. This increase in 
number produced the necessity of placing one person in charge. 
This necessity of placing one teacher in charge of school affairs 
for that particular school resulted in the teacher being designated 
as the head or principal-teacher. No reduction in the normal 
teaching load was awarded the teacher so designated. As the 
schools became more complicated and larger in size, the teacher-
4 
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principal was relieved of some of the teaching responsibilities. 
This established the principal in the American Schools as a 
part-time administrator. 2 
The history of the development of the school principal 
as a professional person with great responsibilities to the 
success of our democratic way of life has been slow. The very 
nature of their work made some teachers generally apathetic, 
even negative, toward the school principal. The school superin-
tendent has been much more acceptable to the general public 
than has the school principal. Many school superintendents 
looked at their principals as clerical workers with little or 
no administrative ability or authority. Many school boards 
looked at principals as errand boys, refusing to admit the 
adequacies in their professional knowledge of the school needs. 
Professional organizations even hindered the growth of the 
principalship as an administrative position by classifying 
them as teachers. It was not until 1930 that a majority of 
the professional organizations had established professional 
groups especially £or school principals.3 This slowness of 
developing the abilities and competencies of school principals 
has been a handicap to the growth of organized public school 
personnel administration. 
2B. J. Chandler and Paul V. Petty, Personnel Management 
in School Administration (New York: World Book Co., 1955), 
p. 39. 
3Ibid., pp. 578-579. 
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Professional Standards for Elementary Principals 
The early principals were taken from the teaching staff 
and received little or no formal training in their new 
administrative position. The feeling was that a school teacher 
should be familiar with the school plant and should therefore 
be a good administrator. This fact plus the multiplicity of 
functions of the school principal caused the early experiences 
of school administrators to be melancholy.4 
Willard S. Elsbree points out in his book Elementary 
School Administration and Supervision that the Department of 
Elementary School Principals of the National Education 
Association has been active for many years in working for 
higher professional standards for principals. The Editorial 
Committee of the 1948 Yearbook made the following recommen-
dations for principalship:5 
1. That every school system should have a written 
statement of the basic personal and professional 
standards to be required of all persons appointed 
to the principalship. These standards should 
be formulated by the superintendent and his 
staff in co-operation with local principal's 
organizations. 
2. That these standards ~hould require at least 
two years of successful elementary school ex-
perience, part 0£ which includes direct class-
room responsibilities. 
4:rbid., pp. 578-579. 
5w111ard S. Elsbree and Harold J. McNally, Elementary 
School Administration and Supervision (New York: American 
World Company, 1959), p. 442. 
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3. That the professional preparation should not 
be less than the master's degree including 
special preparation in educational philosophy, 
administration and supervision of elementary 
schools, child psychology and development, 
curriculum, and instructional methods. 
4. That in selecting new principals, discrimi-
nations should not be made on the basis of 
sex, residence, or other irrevelant factors. 
However, it is to be hoped that future local 
standards for the principalship will be so 
clearly stated and so courageously applied 
that the proportion of the young people who 
undertake the principalship as a life career 
will be greatly increased. 
5. That there should be, in addition to physical 
examinations, a series of tests of emotional 
stability, intelligence, professional knowledge, 
and cultural interests. The minimwn points 
on these tests, below which no appointments 
will be made, should be set in co-operation 
with the local principals' association. 
6. That likely candidates for the principalship 
should be interviewed by committees of 
principals as well as by the superintendent 
and his staff. These committees should 
have authority to indicate those candidates 
who, on the basis of the evidence, are 
qualified for listing in the records from 6 
which the superintendent makes his appointments. 
The State of Illinois was one of many states that saw the 
need for more professional training for school administrators. 
Additional professional requirements were placed upon the certi-
fication of principals. According to the Illinois School Code: 
Article 21, Section 6, an elementary supervisory 
certificate may be issued which shall be valid 
for 4 years for teaching and supervising below 
the 10th grade in the common schools. It shall 
be issued to persons who have graduated from a 
6.rb1d. 
-
recognized institution of higher learning with 
a bachelor's degree and with not fewer than 120 
semester hours including a minimum of 16 semester 
hours in professional education, who hold a 
valid elementary school certificate as described 
in Section 21-3 or meet the requirements for 
issuance of such certificate, and who have 
taught for 4 years in the kindergarten or l 
or more of the first 9 grades of the common 
schools. 
Article 21 section 6 of the Illinois School 
Co~e has been amended and beginning July l, 
1966, (section 21-7.1) an administrative 
certificate valid for 4 years for teaching, 
supervising and administering in the public 
common schools may be issued to persons who 
have graduated from a recognized institution 
of higher learning with a master's degree and 
who have been certified by these institutions 
of higher learning as having completed a pro-
gram of preparation for one or more of these 
endorsements. Such programs of academic and 
professional preparation required for endorse-
ment shall be administered by the institution 
in accordance with standards set forth by the 
Superintendent of Public Instruction in con-
sultation with the State Teacher Certification 
Board. 
The general administrative endorsement shall 
be affixed to the administrative certificate 
of any holder who has at least 20 semester 
hours of graduate credit in educational ad-
ministration and supervision and who has at 
least two years of teaching experience in 
public schools. 
Such endorsement shall be required for prin-
cipal, assistant principal, assistant or 
associate superintendent, junior college 
dean and for related or similar positions 
as determined by the superintendent of 
Public Instruction in consultation7with the State Teacher Certification Board. 
7The School Code of Illinois (1963), pp. 212-213. 
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Democratic Leadership in Our Schools 
The democratic leadership desired in our schools is 
based upon the tenets of the American Democratic Society. 
Grace Graham, in her book The Public School in the American 
Community, listed these as a belief in: 
1. The intrinsic worth of the individual irre-
spective of his race, religion, or socio-
economic level. 
2. Equality of opportunity. 
3. Cooperation in solving the problems of 
general welfare. 
4. The use of reason in solving problems. 
5. The improvability of man. 
6. Government by consent.a 
Citizens in the American Democratic Society have faith 
in their schools and their leaders. Democratic leadership then 
must be based upon the modern concept and principles of democracy; 
thus the basic principle is the provision of situations and 
environments in which individuals can develop to the fullest. 
This involves the physical, mental, emotional, social and 
spiritual development of man along with his special talents 
and abilities. 
Experience has shown that much of the above development 
takes place when people are bound together for a common cause 
or with conmion objectives. 
$Grace Graham, The Public School in the American Community 
(New York: Harper & Row Publishers, 1963), p. 39. 
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In Table One Willard S. Elsbree points out the types 
of educational supervision which are authoritarian, laissez-
faire, and democratic and contrasts are cited. 
TABLE l 
TYPES OF EDUCATIONAL SUPERVISION 
Authoritarian 
Purpose Training or im-
provement of the 
teacher into a 
pattern prede-
termined by the 
Authority. 
Scope Limited largely 
to the improve-
ment of class-
room teaching. 
Nature or Imposed. 
Charac-
teristics 
Principal as-
sumed to be 
"superior." 
Laissez-Faire 
Teachers "let 
alone," except 
for periodic in-
spectional visits; 
those unacceptable 
to the authority 
dismissed. 
Limited largely 
to teacher rating 
and "inspiration" 
of the teacher. 
Little leader-
ship, control, 
or guidance. 
Principal as-
sumed to be 
"superior." 
Democratic 
Improvement of 
total teaching-
learning situa-
tion. Seeks 
basic understand-
ing of reasons 
for adopted pro-
cedures by having 
teachers par-
ticipate in 
policy formation. 
Inclusive of all 
important factors 
affecting the 
teaching-learning 
situation: 
teacher, physical 
plant, materials, 
administrative 
policies and pro-
cedures, pupils' 
nature and needs, 
community, pupils' 
home life, etc. 
Co-Operative. 
Principal in a 
peer relationship 
with teachers. 
Methods 
TABLE 1--Continued 
Authoritarian 
Functions pre-
scribed and limit-
ed to the mechan-
ics of the 
"teaching" act. 
Fixed, rigid, 
static. 
Teacher-and pupil 
focused. 
Teacher evaluated 
by his superior 
for adminis-
trative purposes. 
Training in 
"correct" teach-
ing methods 
through telling, 
bulletins, demon-
strations. 
Work largely 
limited to indi-
vidual teachers. 
Laissez-Faire 
Except :for 
teacher rating, 
functions vague 
and undefined. 
Amorphous, 
indeterminate. 
Teacher-focused. 
Teacher evaluated 
by his superior 
:for administrative 
purposes. 
Let teachers 
alone and sup-
ply their needs. 
No work with 
teachers. 
Democratic 
Function :flexible 
and diverse, 
derive :from the 
needs of the 
situation. 
Experimental and 
flexible. Con-
stantly seeking 
better methods. 
Situation-
:focused. 
Self-evaluation 
by teacher and 
principal, and 
co-operative 
evaluation o:f 
their functioning 
for the purpose 
of improving the 
total teaching-
learning 
situation. 
Identification 
of needs for im-
provement. Con-
tinuous group 
appraisal. 
Work with teacher 
groups in study 
and analysis o:f 
total teaching-
learning situa-
tion. Group 
study of spe-
cific problems. 
Individual confer-
ences by request. 
* Adapted from Elsbree and McNally, pp. 410-411. 
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The Effective Elementary School Principal 
In pointing out the areas of principal leadership, the 
following principles should serve to guide the principal. 
The effective application of such principles will result in 
better schools for children and, ultbnately, in a better world. 
The effective elementary principal--
I. Develops sound human relations with and among 
members of his staff, parents, and pupils. 
2. Stimulates each of his co-workers to catch a 
vision of a personal potential not previously 
perceived. 
3. Helps the group raise its "sights" concerning 
what can be accomplished. 
4. Releases, develops, and uses the talents of 
the total staff. 
5. Recognizes that high morale is an important 
factor in good working situations and pro-
vides a permissive yet stimulative environ-
ment for all. 
6. Uses the basic concerns of the group as the 
beginning point for study and action. 
7. Helps the group decide which problems are of 
greater and lesser significance. 
$. Provides assistance as the group decides how 
to attack the problems. 
9. Makes sure that solutions are not approved 
until the evidence needed for sound judgment 
is available and has been considered. 
10. Contributes suggestions as a member of the 
group. 
11. Helps individual staff members become better 
able to discuss issues in such a manner that 
divergent opinions are not merely tolerated, 
but carefully considered as perhaps pre-
ferable to accepted majority opinion. 
13 
12. Uses skillfully his knowledge of how groups 
function, of techniques for improving the 
effectiveness of groups, and of the poten-
tialities of each group member. 
13. Recognizes that some problems require group 
consideration, while others may best be 
handled in other ways. 
14. Involves in the deliberations leading to a 
decision those persons (or their representa-
tives) ~rl10 are likely to be affected by 
the decision. 
15. Makes sure that the actions implied by group 
decisions are subsequently taken. 
16. Builds acceptance within the group that de-
cisions once made are not irrevocable--that 
frequent review of the consequences of 
decision is desirable. 
17. Relates his actions to the cormnunity served, 
taking into account the power structure, 
socioeconomic conditions, geographic factors, 
mores, and traditions. 
18. Bases his actions upon what is known con-
cerning the nature of human development 
and learning. 
19. Handles administrative details expeditiously. 
20. Acts decisively yet always humanely ·when 
situations demand action. 
21. Develops the leadership potential in others. 
22. ~Iaintains constant faith in people and their 
ability to improve. 
23. Brings all elements of the educational enter-
prise to focus upon educating the individual 
child. 
24. Builds understanding of the responsibilities 
of democratic leadership to the individual 
and of the individual to democratic leadership. 
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25. Recognizes that growth in the pe~ple served 
is the final test of leadership. 
The Principal and Instruction 
Leadership in any area for any purpose 
obviously requires personal qualities which en-
able the individual to get a job done through 
the cooperative efforts of others; it also im-
plies certain managerial attributes. Instruc-
tional leaders.hip requires, in addition, a 
solid grounding in broad academic area, in 
the principles of learning, in methodology, 
and in child growth and development. Such 
leadership becomes effective when built upon 
successful classroom experience and continuing 
study. A master teacher may not become a 
good principal, but a principal who is an 
instructional leader must be a good teacher.10 
Today's principal who earns the title of instructional 
leader must: (1) stimulate in the teacher an attitude of 
self-improvement, (2) capitalize on the varying abilities of 
the individual members of his teaching staff who differ among 
themselves in much the same way that pupils differ among them-
selves, (3) use resource persons within the school district to 
enrich and strengthen the program, (4) provide the time and 
set the stages for teachers to share various experiences, (5) 
promote a climate for experimentation--intelligent experimentation, 
not indiscriminate dabbling, and (6) emphasize continued 
study at institutions of higher learning in academic areas, 
9charles R. Spain, Harold D. Drummond, and John I. Goodlad, 
Educational Leadershi and the Elementa ~ School Princi al 
New ork: Rinehart & ompany, nc., l 5 , pp. 21-22. 
10Nolan Ester and Elizabeth, "The Principal and Instruction,n 
Educational LeadershiE (December, 1962), pp. 171-174. 
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in methodology and materials, and in child psychology which 
is accepted as an expectation of all career teachers. The 
principal sets the example. He must keep constantly before 
him the relation of staff improvement to the achievement of 
the goal of higher-quality-education--the education best for 
each boy and girl. 
The Principal's Role in Improving Teacher Morale 
The individual group leader, the principal, could improve 
greatly the operation of the school program if he exerts leader-
ship in building good morale. Morale, as defined by Kimball 
Wiles in his book Supervision for Better Schools, is the 
emotional and mental reaction of a person to his job. It 
may be high or low. Low morale cuts down production; high 
morale increases it. If morale is high, a staff will do its 
best to promote effective learning. If morale is low, teachers 
will not live up to their potential ability and the school 
will operate at far less than its possible efficiency. High 
morale is built by making sure that the job provides the 
satisfactions an individual wants from life.ll 
Harold G. Shane and Wilbur A. Yauch point out in their 
book, Creative School Administration, that the "school climate" 
can be improved if the basic drives which motivate individuals 
are met. These hwnan needs are: 
l. feeling of belonging 
2. feeling of achievement 
llwiles, PP• 39-40. 
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3. feeling of economic security 
4. feeling of freedom from fear 
5. feeling of love and affection 
6. feeling of freedom from guilt 
7. feeling of sharing and self-respect 
8. feeling of understanding12 
School "climatett is indisputably related to the factor of 
school morale. What makes a teacher satisfied with his job and 
his school? Wiles, in a survey of over 1,000 graduate students 
studying supervision, listed most frequently the following 
job satisfactions as the ones they want as teachers: 
1. security and a comfortable living 
2. pleasant working conditions 
3. a sense of belonging 
4. fair treatment 
5. a sense of achievement and growth 
6. recognition of contribution 
7. participation in deciding policy 
8. opportunity to maintain self-respect~3 
If teacher morale is to be high, the principals or official 
leaders in schools must operate in ways that will enable staff 
members to obtain these satisfactions from their work. The 
following suggestions are listed by Wiles as guide lines for 
the principal in improving and maintaining good teacher morale. 
12Harold G. Shane and Wilbur A. Yauch, Creative School 
Administration (New York: Henry Holt & Company, 1954), p. 103. 
13Wiles, p. 40. 
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1. Take the lead in working for good salaries and 
working conditions for the staff. 
2. Keep the staff informed of actions that are 
being taken in their behalf. 
3. Work to secure attractive classrooms and 
school grounds. 
4. Provide tastefully decorated, comfortable 
teachers rooms. 
5. Try to keep all teachers well supplied with 
up-to-date materials. 
6. Be willing to help teachers work out dif-
ficulties ~rl.th pupils, parents, or other 
teachers. 
7. Be willing to work with a teacher in 
solving a problem caused by his mistake. 
8. Work to increase the friendliness and group 
feeling in the staff. 
9. Respect and accept the special contribution 
of each staff member. 
10. Submit proposed individual schedules to the 
total group involved or to a schedule com-
mittee for suggested improvements before 
issuing them officially. 
11. Recommend the organization of a teacher 
welfare committee. 
12. Establish in-service training to build 
necessary skills for next steps in program 
improvement. 
13. Give staff members the opportunity to grow 
and advance. 
14. Promote from within the ranks where possible. 
15. Let people know when they are doing a good job. 
16. Show confidence in the ability of the staff. 
17. Respect teachers' analysis of the teaching 
they are doing. 
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18. Listen to the opinions and proposals of all 
staf.f members. 
19. Consult with teachers before action is 
taken that will affect them. 
20. Widen the participation in policy formation. 
21. Plan work together instead o.f issuing direc-
tives on how it should be done. 
22. Give teachers a part in establishing dead-
lines for work. 
23. Avoid action that will make the teacher .feel 
less important or capable. 
24. Disregard status lines in helping members of 
the school group to settle an argument. 
25. Seek to decrease school regulations affecting 
private lives of teachers. 
26. Plan with staff members1the way a job assign-
ment is to be executed. 4 
In swnrning up the ingredients of good human relations, 
or teacher morale, the formula given by Wiles may serve as 
a guide: 
self-assurance 
through 
self-improvement 
belief in 
+ the worth 
of others 
l4Ibid., pp. 58-60. 
l5Ibid., p. 129. 
respect for 
+ wishes and 
feelings of 
others 
SATISFACTORY 
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CHAPTER III 
METHOD OF ANALYSIS 
Eighty elementary teachers (K-6) from eight schools in 
St. Charles were asked to participate in completing a question-
naire. Fifty-two complied with this request. This amounts 
to sixty-five per cent of the original distribution. Twenty-
eight teachers failed to return the questionnaire. A return 
of this percentage may indicate an above average interest 
on the part of the teachers in good teacher-principal relation-
ships. Also it points up a willingness to cooperate with 
the researcher in an undertaking of this kind. 
The first part of the questionnaire attempted to provide 
general information regarding the characteristics of the teachers 
within the St. Charles School System. Illustrations were 
used to point out the degree of differences among teachers 
in the school system. Futhermore, the numeral data were 
converted into percentages and expressed within the graphs 
or tables. 
The second part of the questionnaire (see appendix B) 
was constructed without listing any particular question in a 
given specific area. However, the survey attempted to analyze 
19 
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six major areas involved in the dynamics of teacher-principal 
relations. These areas are listed and classified in this 
paper as: (l) general leadership of the principal, (2) per-
sonal appearance of the principal, (3) professional maturity 
of the principal, (4) teacher morale, (5) school-community 
relations, and (6} organization and planning. 
These six areas listed and classified were by no means 
completely separated from the whole; the questions were inte-
grated. However, since the principal's role in leadership 
was widespread and diversified in many areas, the instrument 
emphasized some listed areas more than others and many areas 
were not included in the survey. 
In evaluating each question in Part II of the questionnaire, 
the teachers used the following key to point out their re-
action: one (l} very poor; two (2) poor; three (3) fair; four 
(4) good; and five (5) very- good. 
By using the five intervals listed (1-2-3-4-5), the re-
searcher proceeded to analyze and tabulate each question. 
In most cases there were fifty-two frequencies distributed 
among these listed intervals. However, some teachers failed 
to ma.rk certain questions and adjustments were made to that 
effect. The median was then computed for each question and 
for the total questions in each area. 
CHAPTER IV 
FINDINGS OF THE STUDY 
Characteristics of Teacher Data 
The percentage data expressed in Table Two indicated 
that female teachers out number male teachers in a ratio of 
about ten to one. This ratio exists in most elementary schools 
today. However, more and more men are choosing elementary 
teaching careers today because the salaries are comparable 
to high school teaching, the prestige of the elementary 
teacher has increased, and it is a field where the man may 
have the opportunity to become an acL~inistrator. 
There were twelve elementary men teachers in St. Charles 
that received the questionnaire. Of this number five returned 
the questionnaire for a total of 41.7 per cent. The number 
of elementary women teachers in St. Charles that received the 
questionnaire was sixty-eight of which forty-seven returned 
the questionnaire. This was 69.1 per cent of those receiving 
the questionnaire. Teachers who had ad.~inistrative respon-
sibilitoies were excluded in the survey. Thus, it is evident 
that women teachers were more inclined to cooperate in 
this undertaking. 
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Table Two also points out the marital status of teachers 
in St. Charles. Seven out of every ten teachers answering the 
questionnaire were married. 
TABLE 2 
SEX AND MARITAL STATUS OF HESPONDENTS 
Number Percentage Number Percentage 
Male 5 9.6 
FeMale 47 90.4 
Single 12 23. 
Married 37 71.2 
Other 3 5.$ 
Total 52 100 52 100 
Table Three points out that 76.9 per cent of the teachers 
that responded in the survey had either a Bachelor of Science 
Degree or a Bachelor of Arts Degree. Four teachers or 7.8 
per cent had a Master of Science or a Master of Arts Degree. 
Also one teacher indicated that she had a B. E. Degree; and 
one teacher was the holder of a Masters Degree in Music Edu-
cation. Three teachers failed to check the type of degree 
held. This was actually one-third of the total 15.J per cent 
expressed under degree-other. 
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The elementary certification percentage (90.4%) was 
expected because the public schools must comply with article 
21-1 of the Illinois State Code which states: 
NQ one shall teach or supervise in the public 
schools nor receive for teaching or supervising 
any part of any public school fund, who does 
not hold a certificate of qualification granted 
by the Superintendent of Public Instruction 
or by the Stgte Teacher Certification Board 
and •••• 1 
Two St. Charles teachers indicated that they had a 
special certificate as well as the elementary certificate. 
Also, one teacher had a supervisory certificate; one teacher 
had a provisional certificate, and three teachers or 5.7 
per cent of those classified under certification-other did 
not respond by checking the question. 
16.rbe . School . Code of Illinois, ~P • 210. 
TABLE 3 
DEGREES AND CERTIFICATION OF RESPONDENTS 
Number Percentage Number Percentage 
B. s. Degree 23 44.2 
B. A. Degree 17 32.7 
1\/f 
.l!'l• s. Degree l 2. 
I.tI. A. Degree 3 5.8 
Adv. Cert. 0 o. 
Other $ 15.3 
Secondary Cert. 1 2. 
Elementary Cert. 47 90.4 
Special Cert. 0 o. 
Other Cert. 4 7.6 
Total 52 100 52 100 
' -." .. ~ 
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The salary guide for St. Charles is comparable to other 
suburban cities in the Chicago area. The beginning salary 
for an inexperienced teacher was $5,300 in 1964-65. Graph 
One shows that eleven teachers or 21.2 per cent were in this 
income bracket. Also, it indicates that two teachers or 3.9 
per cent had an income below $5,000. It could be that these 
two teachers were kindergarten staff and that they did not 
teach full time. Also, it might be possible that these teachers 
were non-degree and that the salary scale was adjusted some-
what lower than the one mentioned above which is quoted for 
the Bachelor of Science Degree. 
Graph Two points out that the largest percentage (30.8%) 
of teachers in St. Charles who answered the questionnaire have 
from zero to three years teaching experience. This is slightly 
less than one third. The researcher feels that this can be 
attributed to: (l) the rapid population growth in St. Charles 
caused by new industries, and consequently the need for new 
and additional staff, (2) the Chicago population is expanding 
westward, (3) the community offers many recreational activities, 
(4) the community is near many colleges and universities where 
new teachers may take advanced schooling for higher degrees, 
and consequently obtain higher salaries, and (5) the school 
district is a good place to teach in since it has an attractive 
beginning salary for new teachers, and the educational 
facilities and teacher aids are excellent. 
:, .. 
., 
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GRAPH 2 
TEACHING EXPERIENCE OF RESPONDENTS 
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In Graph Three 80.8 per cent of the teachers who re-
sponded to the questionnaire indicated that they had taught 
in less than four school districts. Only 3.8 per cent had 
taught in more than five districts. Thus, the expressed 
opinion is that the assessment of this data appears to show 
stability among teachers in the St. Charles Elementary Schools 
at the time of the survey. 
Finally, brief comments are made on the teacher-pupil 
load. Eighty-six and four tenths per cent of the classes of 
those teachers answering the questionnaire have less than 
thirty-three pupils. Only one class or 1.8 per cent had more 
than thirty-eight pupils. It has been stated in current 
literature by many teachers that twenty-five to thirty pupils 
is a desirable number. Thus, if a teacher is expected to 
meet the individual needs of all children and accomplish 
certain objectives and goals during the school year, the 
teacher-pupil load should be adequate to meet these demands. 
\ ) 
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GRAPH 3 
TEACHING MOBILITY OF RESPONDENTS 
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General Leadership of The Principal 
Table Four presents the teachers' reaction to the 
fifteen evaluative items listed on general leadership of their 
respective building principal. The total median was 3.89 
which indicated that from a sum of 759 checks (using the scale 
1-2-3-4-5) 528 were either good or very good. This means 
that 69.6 per cent of the teachers rated their principal good 
or very good in relation to qualities of general principal 
leadership. Evaluative item number three was singled out 
for immediate principal improvement. Here, the median was 
3. 60 indicating only .54. per cent of the teachers ( 28 out 
of 52} felt that their principal offered them assistance in 
overcoming specific weaknesses. Evaluative items number eight, 
eleven, seventeen, and twenty were also below the median of 
the total group. The prevailing need for better principal 
leadership in these areas would indicate improved teacher-
principal relations. 
Evaluative items number ten, twenty-five, and forty-
five were cited as above average medians, and consequently 
three better qualities of principal leadership in St. Charles 
as expressed by the teachers who answered the questionnaire. 
For example, in question ten, the median was 4.50. Changing 
this to percentage, we have thirty-nine teachers out of fifty 
marking this evaluative item either good or very good which 
is 78 per cent. 
TABLE 4 
GENERAL LEADERSHIP OF THE PRINCIPAL 
Scale 
Evaluative Items vp ~ f ~ vg 1 3 5 Median 
3. Does your principal off er 
2 6 19 21 3.60 assistance in overcoming 7 
specific weaknesses? 
7. Does your principal en-
courage teachers to develop 
1 distinctive classrooms that 5 9 20 16 4.05 
reflect the work and activi-
ties of their classes? 
8. Does your principal define 
3 6 16 16 3.88 clearly the functions and 11 
responsibilities of teachers 
as outlined by the school 
administration? 
10. Does your principal keep 
you informed on administra-
4 2 6 14 25 tive regulations that have 4.50 
been changed or new regula-
tions that have been enacted 
by higher authority? 
11. Does your principal en-
0 5 13 24 8 courage self-evaluation by 3.79 
teachers and their classes? 
13. Is it your opinion that 
0 3 11 16 22 your principal practices 4.25 
democratic values and skills 
in working with the faculty? 
16. Does your principal utilize 
0 4 8 23 14 4.06 the special skills and 
talents of others? 
17. Does your principal locate 
and make available new and 2 4 8 15 18 3.83 
pertinent instructional 
materials? 
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TABLE 4--Continued 
Evaluative Items vp 
1 
19. Does your principal plan 
the best use of physical 2 
facilities, time, and per-
sonnel? 
20. Does your principal help 
teachers to know whether or 3 
not they are doing a good 
job? 
22. Do you feel that your 
principal tries to develop 3 
the faculty into a friendly, 
enthusiastic tear.a? 
25. Does your principal help 
teachers work out diffi- 2 
culties with pupils, parents, 
or other teachers? 
26. Does your principal study 
all problems ~n1ich may be 1 
involved before making 
changes in the school program? 
36. Does your principal work 
to increase the friendliness 3 
and group feeling in the 
staff? 
45. Do you feel that your prin-
cipal' s role is supporting, 0 
assisting, or sharing, rather 
than directing? 
Total 
32 
26 
Scale 
p f g vg 
2 J 4 5 Median 
5 9 17 17 4.03 
8 6 26 9 3.g5 
1 11 19 17 3.97 
2 6 16 23 4.44 
3 9 25 12 3 .9 8 
2 13 17 15 3.91 
2 9 13 27 4.5 4 
58 147 282 246 3.89 
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Personal Appearance of The Principal 
In Table Five evaluative items were listed on personal 
appearance of elementary principals in the St. Charles 
Elementary Schools. The total median was 4.66 which points 
out that teachers rated their principal very good in this,., area. 
Two hundred and thirty-three markings were either good or 
very good as compared to twenty-nine for very poor, poor, 
or fair. This is 88.5 per cent of those answering the question-
naire. Of this percentage, 61.9 per cent of the teachers 
marked very good for the personal appearance of their respec-
tive building principal. 
Evaluative items number thirty, thirty-one, and thirty-
four were cited as having medians below the median of the 
total group of 4.66. In evaluative item number thirty, two 
teachers indicated that their principal exercised very poor 
punctuality in his work; four teachers marked the same question 
poor, and eight checked this question fair. Since the principal 
sets an example for his staff, this question can be singled 
out for his improvement. 
TABLE 5 
PERSONAL APPEARANCE OF THE PRINCIPAL 
Scale 
Evaluative Items vp p f g vg 
1 2 3 4 5 Median 
30. Does your principal 
8 16 exercise punctuality in 2 4 22 4.25 
his or her work? 
31. Does your principal have 
a good sense of humor most 0 1 3 19 29 4.60 
of the time? 
32. Is your principal neat 
4.86 and well groomed most of 0 0 3 9 39 
the time? 
34. Is your principal socially 
gregarious, poised, and 0 2 4 16 30 4.63 
comfortable in social 
intercourse? 
41. Does your principal act 
politely, courteously, and 0 1 1 13 36 4.80 
friendly to staff members, 
parents, and pupils? 
Total 2 8 19 77 156 4.66 
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Professional Maturity of The Principal 
Table Six dealt with professional maturity of the elemen-
tary principals in St. Charles. Five evaluative items have 
been presented and evaluated by fifty-two teachers. The 
total median was 4.31. This means that 75 per cent of the 
teachers answering the questionnaire rated their respective 
building principal either good or very good in this area. 
Evaluative item number twenty-eight had the lowest 
median (4.00) in this group of questions. Here, sixteen 
teachers marked this question very poor, poor, or fair in-
dicating that 32 per cent of them felt that their respective 
building principal did not read many professional books or 
participate in professional organizations. Evaluative items 
ntunber twelve and eighteen are cited as very good qualities of 
the St. Charles Elementary Principals as expressed by the 
teachers who responded to the survey. 
TABLE 6 
PROFESSIONAL MATURITY OF THE PRINCIPAL 
Scale 
Evaluative Items vp p :r g vg 
1 2 3 4 5 Median 
12. _Do you :feel that your 
6 principal displays interest 1 4 14 27 4.5'5 
and enthusiasm in his or 
her position. 
15. Does your principal 
accomplish a lot of work 3 I+ 5 15 21 4.37 
through his or her off ice? 
18. Does your principal 
0 understand the broad 2 a 16 26 4.50 
objectives of the total 
school program? 
2$. Does your principal 
exercise leadership in 
18 reading professional books 1 4 11 15 4.00 
and participation in 
professional organizations? 
43. Does your principal use 
the pronoun "we" instead 
$ 16 of "!"? 4 1 19 4.2·5 
Total 9 15 38 79 110 4.31 
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Teacher Morale 
Teacher morale, as listed in Table Seven, has nine 
evaluative items. The teachers' reaction to this group of 
questions showed a median of the group of 4.28. Thus, a 
total of 355 markings out of 453 were listed as good or very 
good. This indicated that 78.4 per cent of the teachers 
felt that their principals were effective in teacher morale 
areas. Evaluative item nu..~ber thirty-seven--sharing goals 
~ methods of operation was rated the lowest in this group 
of questions; evaluative item number twenty-four--open door 
polici was at the apex. 
TABLE 7 
TEACHER MORALE 
Evaluative Items vp 
1 
1. Do you feel that your 
principal exerts leader-
ship in promoting a 0 
friendly emotional 
climate for children? 
5. Does your principal exert 
leadership to secure ade-
quate salaries and good 1 
working conditions for 
the staff? 
6. Does your principal consult 
with teachers before action 
is taken that will affect 2 
them? 
23. Do you feel that your 
principal recognizes and 
gives credit for achieve- 1 
ments in your work? 
24. Does your principal keep 
an "open door" to all 1 
staff's problems? 
27. Does your principal in 
vestigate the facts be- 2 
fore he or she settles 
a grievance? 
37. Does your principal share 
determination of goals and 3 
method of operation? 
38. Does your principal share 
all praise and recognition? 0 
44. Do you feel that your prin-
cipal cooperates in every 1 
way possible to assist you 
in your classroom duties? 
Total 11 
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cale 
p f g vg 
2 3 4 5 Median 
2 6 19 25 4.45 
2 9 17 22 4.32 
4 5 16 23 4.)8 
4 6 21 18 4.16 
3 4 16 27 4-5'5 
l 7 22 19 4--23 
2 10 18 15 4.po 
4 6 23 17 1+.15 
4 8 12 25 4.50 
26 61 164 191 4.28 
TABLE 8 
SCHOOL-Ca~vfilNITY RELATIONS 
Scale 
Evaluative Items vp p f 
1 2 3 
33. Is your principal enjoyed 
by everyone and is he 0 0 9 
effective in public relations? 
39. Does your principal keep 
8 the comrnunity informed of 1 2 
school activities? 
40. Does your principal show 
interest in the out-of- 2 3 14 
school activities of 
faculty members? 
Total 3 5 31 
School-Community Relations 
g vg 
4 5 Median 
12 30 4.63 
22 17 4.14 
21 8 3.74 
55 55 4.14 
Since only three questions were listed for evaluation on 
school•corn.rnunity relations, it seems feasible to make only 
a brief comment here. The median of the total group of 4.14 
seems to point out that the elementary principals were 
effective in school-community relations. 
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Organization and Planning 
Table Nine presents the teachers' reaction to eight 
evaluative items listed on organization and planning. This 
tabulation showed 268 frequencies listed in good or very good 
as compared to 137 frequencies checked in very poor, poor, or 
fair. Thus, the median of the total group was 3.90 or if ex-
pressed in percentage would be 66.2 per cent in good or very 
good compared with 33.$ per cent in very poor, poor, or fair. 
Evaluative items number fourteen, twenty-nine, thirty-
five, and forty-two were cited below the median of the group. 
Evaluative item number thirty-five with a median of 3.67 was 
singled out as a probable weakness because twenty-two out 
of fifty teachers or 44 per cent indicated that their prin-
cipal gave them little part in establishing deadlines for work. 
2. 
4. 
9. 
14. 
21. 
29. 
35. 
42. 
'I'ABLE 9 
ORGANIZATION AND PLANNING 
Scale 
Evaluative Items vp p f g vg 
1 2 3 4 5 
Does your principal en-
courage you to make con- l 2 16 14 19 
structive suggestions on 
school policies and 
practices? 
Does your principal give 
you the opportunity to 1 1 11 23 15 
exercise leadership in the 
school? 
Does your principal exert 
leadership for school program 
improvement through the 5 1 7 27 12 
faculty? 
Does your principal ex er-
cise leadership in curriculum 
development and guidance? 2 3 14 19 14 
Do you feel that faculty 
meetings are useful for 2 6 7 21 14 
thinking and working 
together? 
Does your principal pro-
vide for teacher-principal 3 6 10 22 9 
cooperation in planning, 
executing, and evaluating? 
Does your principal give 
teachers a part in estab- 2 7 13 18 10 
lishing deadlines for work? 
Does your principal 
encourage pupil-teacher 1 4 12 20 11 
planning in the classroom? 
Total 17 30 90 164 104 
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Median 
4.00 
4.07 
3.98 
3.$7 
3.96 
3.77 
3.67 
3.85 
3.90 
CHAPTER V 
SUMI"1ARY AND CONCLUSION 
The purpose of this paper was to determine through an 
opinion survey of elementary teachers in St. Charles, what 
their feelings were in regard to existing teacher-principal 
relationships. The statement was made that teacher-principal 
relationships in St. Charles were generally affirmative and 
that the survey represented an attempt to improve rather than 
create good relations. This statement has been substantiated 
by this survey. Furthermore, the study attempted to determine 
which characteristics were important for a successful principal, 
and which needs of teachers could be met through improved 
administration. 
The instrument consisted of an attached introductory 
letter to the teacher {see appendix A) which introduced the 
researcher, explained its purpose and asked the recipient's 
cooperation. The questionnaire consisted of two parts. The 
first part dealt with the general teacher data in the following 
areas: (1) sex; (2) marital status; {3} degree; (4) certi-
fication; (5) teaching experience; (6) different systems 
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taught in; (7) salary; and (8) teacher-pupil load. This 
information was tabulated and expressed in illustrations 
or tables. 
Part two of the survey consisted of forty-five questions 
which were evaluated by using the following key: one (1) 
very poor; two (2) poor; three (3) fair; four (4) good; and 
five (5) very good. These questions were later grouped by 
the writer into the following major classifications: (1) 
general leadership of the principal; (2) personal appearance 
of the principal; (3) professional maturity of the principal; 
(4) teacher morale; (5) school-comr4unity relations; and (6) 
organization and planning. 
Each question was evaluated and the median was found, 
indicating the score below which 50 per cent of the cases 
fell; the median was also tabulated for the total group of 
questions {see Tables 4-9). 
The median for the total survey was (six areas--forty-
five questions) 4.16. The total 2,279 markings were dis-
tributed as follows: 68 very poor; 142 poor; 386 fair; 
821 good; and 862 very good. This definitely points out 
that the teacher-principal relationship in St. Charles sub-
stantiates the original hypothesis in general. However, some 
questions showed a weakness in the teacher-principal relation-
ship. These evaluative items were singled out and comments 
were expressed. The three weakest questions dealt with 
I 
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principal punctuality, establishing deadlines for work, and 
helping teachers overcome weaknesses. These inadequacies 
could be overcome by the principal if he became more aware 
of them, and exerted corrective measures to that effect. 
In essence, the school principal is the coordinator of 
a program of education. He possesses the ability to create 
circumstances which allow a group to achieve its goals, 
objectives, and further the ability to develop a rapport with 
those he interacts with to the extent that they have confidence 
in his own ability and integrity. The principal is a moderator 
of ideas and also a dispenser of them. He seeks to motivate 
and utilize instead of directing and dictating. He has risen 
to assume the station of a peer, whereas, in the past, he 
had represented authority within a school. The principal works 
for the teachers and they in turn work for him. Enlightened 
school principals reflect a belief in the value of collective 
judgment and good human relations. Their authority grows from 
the confidence the staff has in their ability. Success of 
both staff and principal are bound together. From this 
dependence comes strength. Thus:the statement, "as the 
principal, so goes the school/' is as applicable today as 
it was fifty years ago. However, the implication of authority 
has been replaced by implications of cooperation and motivation. 
APPblmix A 
UNIT DISTRICT #303 
St. Charles Public Schools 
ROBERT E. DREW 
Asst. Superintendent 
St. Charles, Ill. 
JOHN H.Y.1REDLING 
Superintendent 
May 4, 1965 
DEAN A. SHINNEMAl 
Asst. Superinter. 
TEACHER-PRINCIPAL RELATIONSHIP IN THE·ELEMENTARY SCHOOLS 
Dear Teacher: 
One of the most important characteristics of a good elemen-
tary school depends upon its teachers and principal. Are they 
healthy, happy, satisfied, well adjusted, and professionally 
qualified? 
A study on this topic is being conducted in the St.Charle~ 
Elementary Schools (K-6) for the purpose of writing a master 
thesis. With your help, some of the fallacies in teacher-principal 
relationships may be found and favorable changes suggested. 
This questionnaire can be completed in a few minutes. 
Please read directions carefully; answer all questions by checking 
or circling the blank or number which indicates your evaluation. 
It will be very helpful if you will complete and return the 
questionnaire as soon as possible. A self-addressed envelope 
has been enclosed for your convenience. 
Your cooperation will be sincerely appreciated. 
Cyril Goldman 
6th grade teacher 
P.S. The general information gained from the study will be 
made available to teachers, principals, or the school board, upon 
request in September. 
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Part I 
General Inf ormanion 
1. Male Female 2. Single __ Married __ Other __ 
3. 
4. 
5. 
---
vlhat type of certificate (s) do you hold? Elem Second. 
Special_ Other--
What kind of degree do you hold? B.A. ____ B.S.____ Other __ 
M.A.~ M.S. Adv.Cert. ____ 
What is your present annual salary? 
Less than $5,000 $5,000-5;500 
$6,000-6,500-- $6,500-7;000-
$7,500-8,000 $8,000-8,500 
$9,000-plus ---
$5,500-6,000 __ 
$7,000-7,500 ~ 
$8, 500-9, ooo __ 
6. How many years have you taught? 0-3 4-6 7-9 
10-12 13-15" 16-18 
19-21 22-plus ___ _ 
7. How many different school systems have you0 taught in? 
1 2 3 4 5 More than 5 
-----
8. How many pupils do you have in your class? 
Less than 20 21-26 27-32 33-38 over 38 
---
Part II key 
1 ... Very poor 
Circle (0) the number which indicates your 2 - Foor 
evaluation of each of the following considerations,- Fair 
(Teacher-principal relationship) 4 - Good 
5 - Very Good 
vp pf gvg 
l. Do you feel that your principal exerts leader-
ship in promoting a friendly emotional climate 
for children? 
2. Does your principal encourage you to make 
constructive suggestions on school policies 
and practices? 
3. Does your principal offer assistance in 
overcoming a specific weaknesses? 
4. Does your principal give you the opportunity to 
exercise leadership in the school? 
s. Does your principal exert leadership to secure 
adequate salaries and good working conditions 
for the staff? 
6. Does your principal consult with teachers before 
action is taken that will affect them? 
7. Does your principal encourage teachers to develop 
distinctive classrooms that reflect the work and 
activities of their classes? 
8. Does your principal define clearly the functions 
and responsibilities of teachers as outlined by 
the school administration? 
9. Does your principal exert leadership for school 
prograra improvenent through the faculty? 
10. Does your principal keep you informed on 
administrative regulations that have been changed 
or new regulations that have been enacted by 
higher authority? 
11. Does your principal encourage self-evaluation 
by teachers and their classes? 
12. Do you feel that your princiral displays interest 
and enthusiasm in his or her position? 
l 2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
l 3 3 4 5 
1 2 3 4 5 
l 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
l 2 3 4 5 
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13. Is it your opinion that your principal practices 
democratic values and skills in working with 
the faculty? 
14. Does your principal exercise leadership in 
curriculum development and guidance? 
15. Does your principal o.ccomplish a lot of work 
through his or her office? 
16. Does your principal utilize the special skills 
and talents of others? 
17. Does your principal locate and make available 
new and r)ertinent instructional materials? 
vpp fgvg 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
l 2 3 4 Ii 
18. Does your principal understand the broad objectives 1 2 3 4 5 
of the total school program? 
19. Does your principal plan the best use of physical 
facilities, time, and personnel? 
20. Does your principal help teachers to ~now whether 
or not they are doing a good job? 
* * * * * * * * * * * * * 
21. Do you feel that faculty meetings are useful 
for thinking and working together? 
22. Do you feel that your principal tries to develop 
the faculty into a friendly, enthusiastic tean? 
23. rio you feel that your r rincipal recognizes and 
gives credit for achievements in your work? 
24. Does your principal kee:r- an "or;en doer" to all 
staff 'a ~robleras? 
l 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
l 2 3 4 5 
25. Does your principal helr teachers work out l 2 3 4 5 
difficulties with pupils, :r,,arents, crp other teachers? 
26. Does rour princiral study all problems which may 
be invo ved before making changes in the 
school rrogram? 
27. Does your principal investigate the facts before 
he er she settles a grievance? 
28. Does your principal exercise leadership in 
reading professional books and participation 
in professional organizations? 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
29. Does your principal provide for teacher-principal 1 2 3 4 5 
cooperation in planning., executing, and evaluating? 
30. Does your principal exercise punctuality in 1 2 3 4 5 
his or her work? 
31. Does your principal have a good sense of 
hUrJ.or most of the time? 
32. Is your principal neat and well gromed most 
of the tio.e? 
33. Is your principal enjoyed by everyone and is ii e 
effective in public relations? 
34. Is your principal socially gregarious, poised, 
and comfortable in social intercourse? 
35. Does your principal give teachers a part in 
establishing deadlines for work? 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
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36. Does your principal work to increase the 
friendliness and group feeling in the staff? 
37. Does your principal share deten:iination of 
goals and metqod of operation? 
38. Does your principal share all praise and 
recognition? 
39. Does your principal keep the coI!ln.unity informed 
of school activities? 
vp pfgvg 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
l 2 3 4 5 
40j Does your princiral show interest in the out-of- 1 2 3 3 5 
school activities of faculty members? 
41. Does your principal act politely, courteously, 1 2 3 4 5 
and friendly to stnff members, rarents, and rupils? 
42. Does Your principal encourage puril-teacher 1 2 3 4 5 
planning in the classroom? 
43. Does your r:rincipnl use the pronoun "we" instead 
of "I"? 
44. Do you feel that your r.,rincipal cooperntes in 
every way rossible to assist you in your 
clnssroom duties? 
1 2 3 4 5 
1 2 3 4 5 
45. Do you feel that your principal's r?le i~ s¥pportilg, 
assisting, or sharing, rather than directing_. 2 3 4 S 
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * 
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